IEC Reports

Library Publications

2-1-2020

Inclusion and Equity Committee Diverse Recruitment Task Force 1
“Literature Review”
Su Kim Chung
University of Nevada, Las Vegas, sukim.chung@unlv.edu

Chelsea Heinbach
University of Nevada, Las Vegas, chelsea.heinbach@unlv.edu

Starr Hoffman
University of Nevada, Las Vegas, starr.hoffman@unlv.edu

Karla Irwin
University of Nevada, Las Vegas, karla.irwin@unlv.edu

Michaelyn Haslam
University of Nevada, Las Vegas, michaelyn.haslam@unlv.edu

Follow this and additional works at: https://digitalscholarship.unlv.edu/lib_iec_reports
Part of the Library and Information Science Commons

Repository Citation
Chung, S., Heinbach, C., Hoffman, S., Irwin, K., Haslam, M. (2020). Inclusion and Equity Committee Diverse
Recruitment Task Force 1 “Literature Review”. 1-16.
Available at: https://digitalscholarship.unlv.edu/lib_iec_reports/3

This Report is protected by copyright and/or related rights. It has been brought to you by Digital Scholarship@UNLV
with permission from the rights-holder(s). You are free to use this Report in any way that is permitted by the
copyright and related rights legislation that applies to your use. For other uses you need to obtain permission from
the rights-holder(s) directly, unless additional rights are indicated by a Creative Commons license in the record and/
or on the work itself.
This Report has been accepted for inclusion in IEC Reports by an authorized administrator of Digital
Scholarship@UNLV. For more information, please contact digitalscholarship@unlv.edu.

Inclusion and Equity Committee
Diverse Recruitment Task Force 1 “Literature Review”
Su Kim Chung, Chelsea Heinbach, Starr Hoffman, Karla Irwin, Michaelyn Haslam (IEC
representative)

Relevant Literature
General inclusion practices relevant to recruitment and retention
Anantachai, T., Booker, L., Lazzaro, A., & Parker, M. (2015). "Establishing a communal network
for professional advancement among librarians of color." In Hankins, R., & In Juárez, M. Where
Are All the Librarians of Color?: The Experiences of People of Color in Academia. Sacramento,
CA: Library Juice Press.
This chapter focuses on mentorship and other ways of helping librarians from
underrepresented groups feel less isolated. Specific recommendations from this chapter
are not included in this report, since they are more specific to retention; if retention and
inclusivity are to be more broadly addressed, this (and the rest of this book) would be a
valuable resource to re-assess.
Damasco, I., & Hodges, D. (2012). Tenure and Promotion Experiences of Academic Librarians
of Color. College & Research Libraries, 73(3), 279-301.
Reports on a qualitative research survey of library faculty of color asking them about
tenure and promotion experiences and the challenges they face: tenure and promotion
policies and procedures, professional activities and productivity, and professional
development. Examines these experiences from a critical race theory standpoint.
Includes both statistical measures and qualitative answers. The authors identify several
issues that should be evaluated in academic libraries to ensure more positive
experiences for library faculty of color.

Galvan, A. (2015, June 3). Soliciting Performance, Hiding Bias: Whiteness and Librarianship.
Retrieved from
http://www.inthelibrarywiththeleadpipe.org/2015/soliciting-performance-hiding-bias-whiteness-an
d-librarianship/

Galvan makes the argument that the current job market in librarianship routinely
presents a culture of whiteness which therefore creates barriers to entry for marginalized
workers. The author goes on to describe that interrogating whiteness and middle class
values are key to diversity in recruitment and retention. There is also discussion on how
diversity hires may actually undermine attempts at increasing diversity.
Hankins, R., & In Juárez, M. (2015). Where Are All the Librarians of Color?: The Experiences of
People of Color in Academia. Sacramento, CA: Library Juice Press.
This entire book is a valuable read for ideas on how to increase inclusivity and retention,
and for gaining a greater appreciation of experiences of librarians of color.
Riley-Reid, T. (2017). Breaking Down Barriers: Making it Easier for Academic Librarians of Color
to Stay. The Journal of Academic Librarianship, 43(5), 392-396.
Describes challenges that academic librarians of color face while trying to achieve tenure
and promotion and how library administrators and faculty can assist in improving
retention. Time management struggles, need for research and scholarship support,
faculty of color mentorship and the burden of diversity service requests. Draws heavily
from the work of Damasco and Hodges.
Vinopal, J. (1 January 2016). "The Quest for Diversity in Library Staffing: From Awareness to
Action." In the Library with the Lead Pipe.
http://www.inthelibrarywiththeleadpipe.org/2016/quest-for-diversity/
Presents some introductory material on what diversity is, as well as demographics of
librarianship. Discusses the importance of implicit bias training and other steps to create
a more inclusive and aware workplace, then briefly discusses how library leaders can
make their organizations more diverse and inclusive. Emphasizes the importance of not
using only positive-sounding terms like "inclusion" but directly naming things like "white
privilege" and "racism" in diversity plans.

Diversity Residencies
Boyd, A., Blue, Y., & Im, S. (2017). Evaluation of Academic Library Residency Programs in the
United States for Librarians of Color. College & Research Libraries, 78(4), 472-511.
This article shares findings from two surveys examining library residencies in the United
States. One survey asked residents about the structure of their residencies, while
another asked coordinators about the administrative aspects of their programs. The
survey responses reveal a need to provide residents with structured mentoring, along
with a sense of belonging and value. Library residency programs can play an integral
part in the larger recruitment, retention, and diversity initiatives in the profession.

Dewey, B., & Keally, J. (2008). Recruiting for diversity: Strategies for twenty-first century
research librarianship. Library Hi Tech, 26(4), 622-629.
This article primarily focuses on various diversity residency programs and why they are
important. Its main relevance for this report is it provides a good list of residency and
leadership programs which can be contacted for current participants or alumni, whom
may be recruited for positions.
Cheng, J. (2019). Post Fellows Program Interview and Survey Results. (Presentation slides).
University of Nevada, Las Vegas: University Libraries.
One of the comments brought up in the interviews is that candidates can't always afford
to pay for travel costs upfront and then wait to be reimbursed. This was noted in the
recommendations, to consider offering the option for paying for some or all travel costs
up front for the candidate.
Diversity Residency Programs: Strategies for a Collaborative Approach to Development.
Collaborative Librarianship, 9(2), 104–108. Retrieved from
http://search.ebscohost.com/login.aspx?direct=true&db=llf&AN=124163808&site=ehost-live
Written from the perspective of two diversity fellows at the University of West Virginia.
provides practical steps on how to develop a successful diversity fellows program.
Suggests need for continual assessment and making changes throughout the residency
when needed and also the importance of communicating with all library staff before,
during, and after the program's implementation.

Best practices for ensuring a fair and equitable search and review
process
Anaya, T., and C. Maxey-Harris. Diversity and Inclusion. SPEC Kit 356. Washington, DC:
Association of Research Libraries, September 2017.
https://publications.arl.org/Diversity-Inclusion-SPEC-Kit-356/
A part of ARL's SPEC Kit series, which provide survey results and sample
documentation from member libraries on selected issues. The diversity and inclusion
publication provides results of a survey of member libraries on exploring issues related
to fostering diversity in libraries, identifying current practices, and examining components
of diversity.

Bélanger, A. and Gorecki, P. (August 2019). "Kindly Hire Me: The Process and Impact of
Inclusive Hiring." Grand Valley State University, University Libraries.
https://scholarworks.gvsu.edu/library_presentations/91
Excellent presentation (script is included in the PDF slide deck) on how to be inclusive
and compassionate throughout the interview process. There are very specific
suggestions for in-person interviews and ideas for specific things to communicate with
the candidate through email before an in-person interview. Several of these
recommendations appear in the report below.
Cunningham, S., Guss, S., & Stout, J. “Challenging the ‘Good Fit’ Narrative: Creating Inclusive
Recruitment Practices in Academic Libraries.” In: Recasting the Narrative: The Proceedings of
the ACRL 2019 Conference, April 10–13, 2019, Cleveland, Ohio, edited by Dawn M. Mueller,
12-21. Cleveland, Ohio: ACRL, 2019.
Paper link:
http://www.ala.org/acrl/sites/ala.org.acrl/files/content/conferences/confsandpreconfs/2019/Chall
engingtheGoodFitNarrative.pdf
Presentation link:
https://acrl.learningtimesevents.org/challenging-the-good-fit-narrative-creating-inclusive-recruitm
ent-practices-in-academic-libraries/
This paper discusses how the idea of "good fit" in job candidates needs to be challenged
if we are ever to effectively diversify our workforce, since as the authors point out, finding
a candidate who fits into the existing culture "is a practice of reproducing the status quo."
Much of the article is spent explaining the pitfalls of hiring for fit and how important it is to
educate not only the search committee but the entire organization about problems with
that practice. The article further explains that many problems come down to: having
search committee members that are not trained in effective hiring practices, trouble
assessing candidates based on job function because many library jobs vary widely, and
the desire to hire people similar to those already in our organization. (The full recorded
presentation, linked above, is available for anyone who attended ACRL 2019 or
purchased the virtual conference registration. The link pointed to the wrong presentation
on 8/28/2019 but Starr notified ACRL; hopefully it will be corrected soon.)
Peek, M., Kim, K., Johnson, J., & Vela, M. (2013). "URM candidates are encouraged to apply":
A national study to identify effective strategies to enhance racial and ethnic faculty diversity in
academic departments of medicine. Academic Medicine : Journal of the Association of
American Medical Colleges, 88(3), 405-412.
The authors conducted a national study of U.S. academic medicine departments to
better understand the challenges, successful strategies, and predictive factors for
enhancing racial and ethnic diversity among faculty.

Reed, A., & Rosen, A. (2019, June 27). OPINION: Fixing hiring practices to increase faculty
diversity. Retrieved from https://hechingerreport.org/opinion-diverse-faculty-hiring/
Authors discuss a diversity program at the University of Maryland-Baltimore County
(UMBC) which focuses on improving diversity and inclusiveness in recruitment practices.
A diversity recruitment plan is required for each search, and this document outlines how
the composition of the search committee is determined, what advertising strategies will
be utilized, and the language used in advertisements. The program at UMBC also
stipulates that there must be a faculty committed to diversity and inclusion. This
committee has a consultative role on search committees and provides guidance in all
aspects of the search process.
Sensoy, &., & DiAngelo, R. (2017). "We Are All for Diversity, but...": How Faculty Hiring
Committees Reproduce Whiteness and Practical Suggestions for How They Can Change.
Harvard Educational Review, 87(4), 557-595.
Describes specifics steps during the faculty hiring process (position description,
committee formation, review of the CV, interview, diversity question and hire decision)
which have typically reproduced whiteness and provides methods by which an
institution's faculty searches can move toward authentic diversity hires by transforming
these steps in specific ways. It identifies common objections or common narratives of
resistance to true faculty diversity and speaks back to them from a racial equity
framework. This is definitely an article that may make some people uncomfortable but it
needs to be read.
Ricardo Andrade & Alexandra Rivera (2011) Developing a Diversity-Competent Workforce: The
UA Libraries’ Experience, Journal of Library Administration, 51:7-8, 692-727, DOI:
10.1080/01930826.2011.601271
University of Arizona Libraries did a climate for diversity survey and used the results to
work on expanding diversity in the LIbraries. They developed and defined diversity
competencies and incorporated them into their hiring and training processes. A guide to
assess diversity attitudes and behaviors was created in order to evaluate candidates.
Appendices include climate survey questions, search committee criteria matrix, and the
guide for assessing diversity attitudes and behaviors.
Stewart, A. J., & Valian, V. (2018, July 19). Recruiting Diverse and Excellent New Faculty.
Retrieved from
https://www.insidehighered.com/advice/2018/07/19/advice-deans-department-heads-and-searc
h-committees-recruiting-diverse-faculty
Brief article that outlines recommendations for provosts, deans, and department chairs
on increasing diversity in the recruitment process.

Taylor, O., Burgan Apprey, C., Hill, G., McGrann, L., & Wang, J. (2010). Diversifying the Faculty.
Retrieved from https://www.aacu.org/publications-research/periodicals/diversifying-faculty
The authors review faculty diversity initiatives, including recruitment, at a variety of
academic institutions such as Howard University, Saint Joseph's College, University of
Virginia, Vanderbilt University, and Westchester Community College. The authors make
the argument that geographic locations with a high cost of living or lack of community
diversity can hinder efforts at recruiting diverse candidates. Other institutional challenges
are discussed such as resistance to change, decentralized institutional structures, and
lack of participation.
Ideal.com (2016, September 1). Workplace Diversity Through Recruitment - A Step-By-Step
Guide. Retrieved from https://ideal.com/workplace-diversity/
Discusses the benefits and challenges of workplace diversity from a more corporate
point of view including tips on recruiting for diversity. The site is basically bullet points but
has some interesting ideas such as using AI to evaluate resumes and blind interviews.
Office of Institutional Equity. (n.d.). Tips for Recruiting a Diverse Faculty. University of Arizona.
https://equity.arizona.edu/resources-materials/information-supervisors/tips-recruiting-diverse-fac
ulty
Excellent list of suggestions for expanding candidate pools and making the recruitment
and hiring process more inclusive. This seeded many suggestions in the
recommendations later in this report, and is also discussed in the peer institutions
section below.
University Health Services. (April 2013). A Toolkit for Recruiting and Hiring a More Diverse
Workforce. University of California, Berkeley.
https://diversity.berkeley.edu/sites/default/files/recruiting_a_more_diverse_workforce_uhs.pdf
Berkeley's checklist for increasing diverse/inclusive recruitment practices. Has a bullet
point list of things (many of which are included in the recommendations in this report)
and has a great model for a list of list-servs & organizations to which to post job ads.
University Libraries. (February 2018). "Best Practices for Interactions with Candidates." Grand
Valley State University. https://scholarworks.gvsu.edu/library_reports/3
This is a great document from GVSU with guidelines on how to treat all interviewees
well, and what personal questions to specifically avoid asking. Could be a good start for
a similar document for our Libraries.

Virginia Commonwealth University. (n.d.). Strategies for Successfully Recruiting a Diverse
Faculty. Retrieved from http://www.ccas.net/files/ADVANCE/VCU Expand the Pool.pdf
This diversity recruitment guide, published by Virginia Commonwealth University,
outlines practical steps to guide the hiring process. Areas in the search process that are
covered in this guide include the position announcement, screening process, and
ongoing recruiting strategies.
Webb, M. (2017, October 29). How To Alter Your Hiring Practices To Increase Diversity. Forbes.
https://www.forbes.com/sites/maynardwebb/2017/10/29/how-to-alter-your-hiring-practices-to-inc
rease-diversity/#569f086e2029
Provides some brief suggestions (from the corporate sector) on increasing diversity
through recruitment.

Peer Institutions
University of Arizona
The University of Arizona has an Office of Institutional Equity focused on creating an inclusive
environment for students, staff, and faculty. Their website's policies and procedures section
primarily focuses on EEO, discrimination, and harassment and doesn't directly address hiring
except for in their "Resources" section, in which they have a useful document titled "Tips for
Recruiting a Diverse Faculty."
<https://equity.arizona.edu/resources-materials/information-supervisors/tips-recruiting-diverse-fa
culty>
There is also a page on Diversity and Inclusion that is more comprehensive
<https://diversity.arizona.edu/>. There is a section for faculty and staff, which includes
information on faculty development and support, recruitment resources
<https://diversity.arizona.edu/recruitment-resources>, best practices for creating an inclusive
environment
<https://diversity.arizona.edu/best-practices-creating-diverse-and-inclusive-university>, and
related topics, but not all of the linked resources are still active. They do have a standardized
evaluation tool (for evaluating job candidates with reduced unconscious bias) posted
<http://live-uarizona-diversity.pantheon.arizona.edu/sites/default/files/applicanteevalform.docx>.

University of Houston
The University of Houston has a statement on the website of the Office of the Provost that
states, “The Office of the Provost through its office of Faculty Recruitment, Retention, Equity,
and Diversity strives to ensure that the University of Houston recruits and retains an excellent

and diverse faculty. This is accomplished by partnering with search committees and
stakeholders to identify and hire the best talent and making sure it is diverse and representative
of the talent pool and the UH student population.”
(https://www.uh.edu/provost/faculty/administrators/recruiting-powerhouse-faculty/)
Additionally, they have a toolkit for hiring what they call “powerhouse” faculty which includes
intentional efforts to recruit underrepresented minority and women applicants.
(https://www.uh.edu/provost/faculty/administrators/recruiting-powerhouse-faculty/_documents-p
owerhouse-faculty/powerhouse-faculty-recruitment-toolkit.pdf) They also have a specific page
on their recruitment website that discusses their “Special Efforts to Identify Women and Minority
Applicants” that give examples of making special efforts, such as “The department will send an
announcement that encourages women and minority candidates to apply to all Engineering
Department Chairs including minority serving universities. The department will also post the ad
on the National Society of Black Engineers, Society of Hispanic Professional Engineers, and the
Society of Women Engineers online job boards.”
Finally, they list organizations that will help in recruiting diverse applicants
(https://www.uh.edu/provost/faculty/administrators/recruiting-powerhouse-faculty/resources/)

University of Oregon
The University of Oregon (UO) has recently implemented a diversity action plan across all
departments and colleges (2018-19 was the pilot year). The action plan uses the IDEAL
Framework (https://inclusion.uoregon.edu/ideal-framework). Recruitment and retention is
incorporated into this plan and UO offers financial incentives in support of diversity, equity and
inclusion objectives (https://provost.uoregon.edu/UMRP). UO offers a number of resources to
aid in the recruitment of women and underrepresented communities for tenure and tenure track
positions: The "Expected Practices for TTF Searches"
(https://provost.uoregon.edu/expected-practices-ttf-searches) and "Active Recruitment for
Tenure-Track Faculty Searches"
(https://provost.uoregon.edu/active-recruitment-tenure-track-faculty-searches) contains
guidelines, recommendations, and resources. All search committee members must complete
in-person implicit bias training and a recorded version (which can be used as a refresher) are
also included in UO's recruitment resources
(https://is-cc-media.uoregon.edu/media/CODAC/20160211implicitbias.mp4). UO has also
partnered with Oregon State University (OSU) to allow employees to attend Search Advocate
training. OSU implemented this training in 2008 to aid in equitable, valid, and diverse hiring.
Training includes a workshop series and included activities such as addressing implicit bias,
navigating the legal landscape in hiring, inclusive employment principles, practical strategies
during all search stages, and effective methods to be an advocate for diversity on a search
committee. Finally, the UNiversity of Oregon links out to an interesting tool on its recruitment
website: a Gender Decoder tool (http://gender-decoder.katmatfield.com/). This free tool
analyzes text in a job advertisement and identifies gender coded words. Results from this tool
aid in identifying and unconscious/implicit bias in the wording of the advertisement.

University of Texas at Austin
●

https://www.utsystem.edu/sites/default/files/sites/sr-women-leadership/2015_10-12_Pres
entations/OIE_Inclusive%20Search%20and%20Recruitment%20Toolkit_Oct%202015.p
df

University of Utah
The Staff Diversity Recruitment website identifies various steps that can be taken during the
hiring process to find diverse candidates. It suggests various steps that you can take in 1)
posting a job (ex add language to the job posting to attract a more diverse hiring pool), 2)
publicizing the position (provides numerous suggestions and contact info on where to publicize
to attract diverse candidates) and 3) evaluating the candidates (seek a diverse interviewing
team). More complete info can be found here:
https://staffdiversity.utah.edu/recruitment.php There is also a page which defines their
Strategies to Increase Faculty Diversity Guiding Principles and Processes during the years
2014-2017. Specifically, this provides funding to allow academic units to accelerate the
recruitment of faculty from diverse backgrounds. More specifics can be found
here:https://academic-affairs.utah.edu/about/svpaa-guidelines/strategies-to-increase-faculty-div
ersity-guiding-principles-and-processes-2014-2017
The University of Utah Health website also provides strategies to guide diverse faculty recruiting
and includes specifics and resources that they offer and includes a very useful toolkit on
inclusion and engagement hiring.
https://uofuhealth.utah.edu/.../inclusive-approaches-to-faculty-hiring/

University of Wyoming
The University of Wyoming (UW) has an active program to encourage diverse, equitable, and
inclusive recruitment. All search committees must schedule a consult prior to approval of search
with the Diversity Analyst in the Office of Diversity, Equity, and Inclusion. The office also
provides a manual which has extensive recommendations for equitable searches("Office of
Diversity, Equity, and Inclusion Search Committee Handbook Conducting a Fair and Equitable
Search Best Practices"), and a helpful resource list ("Resources for Diverse Talent Acquisition")
with websites, listervs, and newsletters for posting job openings. UW requires the use of a
matrix for recruitment and The Office of Diversity, Equity, and Inclusion offers a sample matrix
on their website. Interestingly, UW does allow for three exceptions from working with the Office
of Diversity, Equity, and Inclusion on the hiring process and notes these on their website as
well. The office must approve these exceptions.
All references materials above can be found by starting here:
http://www.uwyo.edu/diversity/epo/hiring/index.html
.

Recommendations for recruitment
1) Development of recruiting strategies (building relationships,
recruit continuously)
Year-Round Recruitment Strategies
● Start looking for candidates before posting a position
● It is optimal to treat searching as an activity that is engaged in year-round by all faculty
members. They can and should be continually on the lookout for rising young colleagues
in the field, paying particular attention to those from underrepresented groups. Maintain
professional networks and make note of potential candidates from underrepresented
groups. If possible, build and develop relationships with potential candidates, keeping
them in mind for future openings and/or asking them to assist in recruiting from their own
networks.
● Write directly to colleagues to request nominations of minority and women candidates.
● Write to historically Black, predominantly Latino, and tribal colleges and universities to
secure lists of faculty and masters/doctoral students graduating in relevant disciplines.
● Build a network of referral sources.
● Maintain a file of resumes and contact information for potential candidates from
underrepresented groups. Contact them when recruitment for a new position begins.
Partnerships and Collaboration
● Partner with other minority-serving institutions in the area to develop recruitment plans.
● Attend job fairs at local community, junior, and 4-year colleges that serve primarily
underrepresented populations.
● Consider a faculty exchange program with a historically Black/Hispanic College or tribal
college. Consider cooperative working arrangements with such institutions.
● Programs with diverse alumni from which to recruit (even for inactive programs, an
alumni list would be helpful):
○ ARL's Initiative to Recruit a Diverse Workforce
○ ARL's Leadership and Career Development Program
○ OCLC's Minority Librarian Fellowship Program
○ ALA Spectrum Scholarship
○ ACRL Diversity Fellowships (various institutions) & ACRL's Residency Interest
Group
○ IFLA/OCLC Early Career Development Fellowship Program
○ Minnesota Institute for Early Career Librarians from Traditionally
Underrepresented Groups
○ ACRL's Initiative to Recruit a Diverse Workforce

Conference Recruitment Strategy
Send staff to attend conferences or meetings that individuals from underrepresented groups
attend and have them recruit while there.
● Follow up on contacts at conferences or professional meetings with recruitment letters
that describe your department and demonstrate interest in an individual's candidacy for
faculty positions.
Recruitment in your organization
● Review any university-wide staffing plans that indicate expectations for programs with
underrepresentation of minorities.
● Within your own organization, recruit staff who are already credentialed but who, for
whatever reason, haven’t made their way into professional positions.

2) Position description
Qualifications
● Add to every job description a disclaimer that explicitly encourages people not precisely
matching the job spec to apply anyway.
● Ensure the position announcement contains clearly stated responsibilities and
qualifications. "Poorly specified or unclear job qualifications increase the risk that
excellent ethnic minority candidates will be eliminated for various undefined reasons,
such as that they were 'not qualified' as faculty for the program."
● Post minimal required qualifications for the job.
● Review the job description to ensure that it accurately reflects the duties and
responsibilities for the position, and the minimum and preferred qualifications. Analyze
whether the qualifications are inclusive as opposed to exclusionary, and whether they
could be modified to incorporate a less traditional perspective.
● Emphasize experience & skills over degrees, when possible.
Language of Inclusion
● Ensure the position announcement contains clear messages about the campus climate
and value placed on "minority representation and/or faculty diversification" ...In job ad,
highlight diversity at the institution & institutional commitment to EDI.
● Recognize the impact of expressed institutional values. Research has found that special
hiring programs…, family-friendly policies and job descriptions that mention institutional
values that support diversity are more likely to yield diverse hires.
● Operationalize diversity (numbers, integrated perspective) in your job description
● Avoid coded language
● In job ad, emphasize the importance of working with all kinds of diverse populations.
● Offer incentives for specialized skills (such as language ability).

3) Job posting/advertising
●
●
●
●

Look for talent in unlikely or overlooked places.
Advertise faculty openings in publications targeted to the minority academic community.
Recruit at fairs and conferences where minority faculty candidates might be in
attendance.
Post job ads to ethnic caucuses, listservs aimed at underrepresented groups, recruit
directly from LIS programs. Create a specific list of these organizations & list-servs to
post job ads to.

4) Search committee training
●
●

●

●

Recognize unconscious bias and implement unconscious/implicit bias training for hiring
committees.
Help the committee to learn about different kinds of "fit" (person-organization,
person-job, and person-vocation fit, and how person-org fit in particular can be
problematic) and strive for "extending fit."
Require hiring/search committee training (and educate whole org), around racial
microaggressions, white-centered thinking in hiring/search procedures, and legal hiring
issues.
Screen interview notes for biased language.

5) Search committee composition
●
●
●

●
●
●

Acknowledge and address power dynamics on committees
When there are no available ethnic minorities within a program to serve on a search
committee, consider appointing an ethnic minority from another department.
Establish search committees that are diverse in terms of demographic characteristics
and expertise but homogeneous in commitment to proactive, fair and equitable
processes.
Include people who are committed to EDI ideals on the hiring committee.
Formation of a committee of faculty committed to diversity and inclusion that has a
consultative role on search committees.
Seek committee members with a demonstrated critical understanding of not just a “belief
in” or “commitment to” diversity - ex published articles, professional development efforts,
and community involvement.

6) Search committee actions and deliberations
Committee processes and actions
● Be consistent with your hiring process.

●
●
●

Get input from diverse stakeholders during each step of the search process (job
description, interview setup, candidates themselves).
Remove names, photos, locations from applicant documents before reviewing them, to
keep race, gender, location unknown.
Expect diversity literacy from every applicant regardless of the field - what are they
writing about, what have they cited, what coursework have they taken?

Asking Questions
● Use structured interviewing (all candidates are asked the same questions). This is
sometimes used in our search committee sessions, but usually not in "open" sessions
with other staff from across the library. It may require some cultural/organizational
re-training to get all library employees to start this practice.
● Ask a question about DEI during the interview.
● Consider sharing questions with the candidates before the interview. This lowers anxiety,
allows for inclusion, and gets at their actual abilities and strengths rather than just their
ability to interview well.
● Ask questions that candidates can answer, without assuming knowledge specific to
working at your institution. For instance:
○ Best: How do you envision providing service from different locations?
○ Okay: How should downtown branches offer services? (presumes knowledge of
user needs and demographics in a specific area)
○ Worst: How should TDRL change its services in the next 3 years? (presumes
knowledge that TDRL serves the College of Education, its location and
environment, and programmatic/curricular details and changes)
● Each time a committee member asks a question, first repeat your name. This is
particularly important for phone interviews. Reinforcement of who is asking the question
can help put the candidate at ease and make the interview process less confusing.
Resisting Bias, Labels, and Assumptions
● Resist any impulse to label one or more candidates the "most promising" because this
may interfere with giving other candidates full consideration.
● Do not make assumptions about candidates. Assumptions that a member of a particular
racial group would not feel welcome in the community, that a person who pursued their
degree part‑time is not a serious scholar, that a military background would make one
less acceptable in the classroom or as a colleague, or that an individual who looks like
an excellent candidate will be heavily recruited and, therefore, is not worth pursuing, are
all damaging to the candidates and will work against our diversity efforts. Also, do not
make assumptions about a person's willingness to move, their spouse/partner's
willingness to move, etc. Let candidates decide these issues for themselves.
● Committee members need to continually examine whether their judgments on a
dissertation, a person's character, experience, or publications is being affected by
subjective factors, stereotypes, or other assumptions.

●

Resist the tendency to measure individuals and their credentials against one standard.
Candidates who received their degrees later in life, who worked part‑time when their
children were young, or whose teaching and publication experience is not "mainstream"
may bring rich experiences and diverse backgrounds to the campus.

7) Onsite hospitality
●
●

●

●

●

●

●

●

Be mindful of financial considerations of travel expenses for candidates; not everyone
can afford to pay for travel costs up front and wait to be reimbursed.
In discussions with a candidate in preparation for a campus visit, it is important to learn
the candidate’s cultural and language background and the correct pronunciation of
his/her name and to prepare faculty and students to be culturally sensitive.
Materials sent in advance of the recruitment visit might include information about the
ethnic minority community. A resource sheet should be included listing places of
worship, ethnic restaurants, ethnic businesses, names of ethnic minorities holding
leadership positions in city government, ethnic minority professionals, public school
teachers and administrators, and ethnic minority social clubs and/or service
organizations. This resource sheet also should include community demographics and
historical information relevant to the ethnic minority community. A resource sheet not
sent in advance could be shared during the visit. Faculty, students, and staff should be
familiar with the contents of the sheet so they can be prepared for questions about the
ethnic minority community.
Make sure to inquire about dietary restrictions, avoid scheduling interviews during
important periods of faith, consider accessibility issues for candidates with hearing or
mobility limitations.
In planning a recruitment visit, planners should arrange for a candidate to meet and be
interviewed by minority faculty, staff, and community representatives and other faculty
and administrators. Discussions with the program’s ethnic minority faculty or with other
minority faculty on campus can provide valuable information about how the candidate
might fit into a particular setting.
Search committees must be prepared to address both the professional life and personal
life of an applicant. When seeking to hire ethnic minorities, this may require additional
information gathering on the part of committee members. By placing themselves in the
position of an ethnic minority applicant, committee members can gain the applicant’s
perspective and begin to explore issues, raise questions, and seek out information to
better prepare themselves as recruiters for the applicant’s campus visit.
Be considerate of candidates' comfort. Communicate about schedules and pick-up times
well ahead of the interview. Provide time for breaks, show them where restrooms are in
each interview location, provide them a place where they can leave belongings safely,
don't keep them waiting. Help them feel relaxed.
Designate someone as a guide for the candidate for the day, to navigate them through
the library / campus and ensure that everyone remains on-schedule. Guide should

●

regularly check with candidate on if they need some quiet break time alone, restroom
break, water break, and if they have any questions about the library or campus.
Before the in-person interview, send an email that includes:
○ List of committee members and short biographies / position descriptions.
○ List of other people with whom candidate will interact throughout the day.
○ Detailed itinerary including: addresses, links to menus, descriptions of people
and vehicles picking up the candidate, times and locations for meetings, purpose
statements for each meeting (such as, "to evaluate candidate's research and
presentation skills")
○ If an interview dinner is on the itinerary, include information about how people will
be dressed (fancy, regular work wear, etc.)
○ Question about dietary restrictions
○ Question about if accessibility accommodations will be needed
○ List of options for how to spend a designated chunk of interview day (example
given was 90 minutes, and options included a tour of the library, tour of women's
/ gender equity centers, meeting with campus or library inclusion and equity
groups, etc.)
○ The presentation topic, and whether it is theory-based or practice-based

8) Evaluation
●
●

●

●
●

●

●

If search committees consistently defer to one member, find out why.
Develop an applicant rating sheet (a rubric, weighted scoring system) to maintain focus
on programmatic needs and the desirable qualifications of applicants. This lessens the
possibility that candidates are ranked on "fit."
Decide what you are attempting to measure with interview questions. Open-ended
questions have answers that feel correct–there’s nothing wrong with behavioral
interviews but hiding bias in a 'correct' answer or 'gut feeling' is a problem."
Members of the search committee should write or talk about their reasons for eliminating
applicants and to address potential biases during the screening and selection processes.
View quality work experience outside of academics as an indication of potential for
success in an academic setting. Successful non-academic professionals should be given
credit for their experience when vying for associate professor and/or senior level
positions.
Keep in mind that many ethnic minorities have experienced publication barriers in
prestigious journals and limited access to publishers. These barriers have necessitated
publication via ethnic journals (that have not historically been considered as prestigious)
or personally published works. Be sensitive to such barriers and do not give less weight
to these publications during the screening process.
Start an initiative that provides "extra credit" for military service; one library indicated that
this increased the diversity of their applicant pool because veterans tended to be a
diverse group.

9) Diversity Residencies
●
●
●
●
●
●
●
●
●
●
●
●

Provide robust and ongoing diversity and inclusion training for program administrators
and coordinators
Offer a well-coordinated on-boarding process
Clearly articulate the library’s culture
Ensure diversity residents are equal to librarians
Ensure there is wide communication and clarity about roles in order to avoid residents
being seen as interns or otherwise non-professional staff.
Build infrastructure for mentoring programs
Identify mentors and advocates and define what those roles represent for the residents
Design meaningful and manageable rotations
Encourage residents to articulate their vision and objectives
Dedicate time for scholarship and research
Create time for reflection
Create opportunities for feedback throughout the process

10) Assess Diverse Recruitment Efforts
●

Assess the Libraries' diversity recruitment efforts: look at the diversity of candidate pools
(both current and over time, if possible). We won't know if our practices are working if we
don't look at our outcomes.

